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ABSTRACT

In an organization where there are individuals who consider their interests, is it possible to have
individuals who would strive for the benefit of others without regard to any interests? Studies conducted from the
past to the present day indicate that political behaviors affect personal attitudes and behaviors. This study aims to
investigate the indirect effect of political behavior perception on prosocial motivation through organizational
trust. Data were obtained voluntarily from 225 full-time employees of a company operating in the public service
sector by using survey method. SPSS and AMOS programs were used to analyze the data. It was found that
organizational trust mediated the relationship between political behavior perception and prosocial motivation.
Besides, it was determined that political behavior perception and organizational trust were negatively related and
organizational trust and prosocial motivation were positively related. This study will make a significant
contribution to the literature as it reveals that prosocial motivation is based on the norms of reciprocity within the
context of social exchange theory, and will contribute to the studies discussing that argue that there must be
several precursors in the emergence of prosocial motivation in employees.
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POLITiK DAVRANIS ALGISI ILE PROSOSYAL MOTiVASYON ARASINDAKI
ILISKi-ORGUTSEL GUVENIN ARACI ROLU

0z

Kendi ¢ikarlarint goz éniinde bulunduran bireylerin oldugu bir organizasyonda, herhangi bir menfaat
gozetmeksizin baskalarmmin yararia ¢aba gosterecek bireylerin olmasi miimkiin miidiir? Gegmisten giintimiize
yapilan ¢alismalar, politik davramslarin kisisel tutum ve davramislar: etkiledigini gostermektedir. Bu ¢alismanin
amaci, politik davramg algisinin  prososyal motivasyon tizerindeki etkisini orgiitsel giiven araciligiyla
incelemektir. Veriler goniillii olarak kamu hizmet sektériinde faaliyet gdsteren bir sirketin 225 tam zamanh
calisamindan anket yontemi kullamilarak elde edilmistir. Verilerin analizinde SPSS ve AMOS programlar
kullanmilnmigtir. Yapiulan analizler sonucunda orgiitsel giivenin politik davranis algisi ile prososyal motivasyon
arasindaki iligkiye aracilik ettigi tespit edilmistir. Ayrica, politik davranis algisi ve orgiitsel giiven ile negatif
iligkili, orgiitsel giiven ve prososyal motivasyon ile pozitif iliskili bulunmustur. Bu ¢alisma, sosyal degisim teorisi
baglaminda karsiliklilik normlarina dayanan prososyal motivasyonun temelini ortaya koymast ve ¢alisanlarda
prososyal motivasyonun ortaya ¢ikmasinda bazi onciillerin olmasi gerektigini savunan calismalara énemli bir
katki saglayacaktir.

Anahtar Kelimeler: Politik Davranis Algisi, Orgiitsel Giiven, Prososyal Motivasyon, Hizmet Sektorii
JEL Kodlari: D23, M12

! Assist. Prof. Dr., Erzincan Binali Yildirim University, Ali Cavit Celebioglu Civil Aviation School, dkocak@erzincan.edu.tr,
https://orcid.org/0000-0001-9099-2055

Business & Management Studies: An International Journal VVol.:8 Issue:1 Year:2020, pp. 329-350

Bu makale, arastirma ve yayin etigine uygun hazirlanmig ve |¥™ee | jntihal taramasindan gegirilmistir.



http://dx.doi.org/10.15295/bmij.v8i1.1393
mailto:dkocak@erzincan.edu.tr
https://orcid.org/0000-0001-9099-2055

Daimi KOCAK

1. INTRODUCTION

Human beings always need each other as they are social beings. Individuals
sometimes need to exhibit behaviors that will benefit others beyond their own interests so that
relationships could continue and strengthen. Values such as benevolence, tolerance, respect,
trust and harmony are of great importance in communitarian countries such as Turkey
(Hofstede, 1991). Relationships between individuals in such societies are rather based on trust
(Van Horn, 2015). Prosocial motivation (Batson, 1987), expressed as an individual's effort for
situations or events that would result entirely in the interest of someone else or others without
any regard to his benefit, is also of paramount importance to businesses. So, what are the
motives that propel people to exhibit prosocial behavior? The answer to this question has been
explored in many theoretical and practical studies. Studies on prosocial motivation have
revealed that employees with high levels of prosocial motivation will have high performance
(Grant, 2008) and creativity (Grant and Berry, 2011). Employees with higher levels of
prosocial motivation have a significant impact on the efficiency and productivity of
businesses (Ranjhan ve Mallick, 2018). Thus, it is of utmost importance to identify the factors

affecting the prosocial motivations of the employees.

Studies in organizational psychology and behavior have shown that prosocial behavior
might be a function of organizational policies and trust in organization (Saha, 2014; Penner et
al., 2004; Andriani and Sabatini, 2013; Irwin, 2009; Cuadrado et al., 2016). Employees will
be more likely to exhibit prosocial behavior when relationships within the organization (with
colleagues and managers) are based on trust (De Dreu, 2006). In this study, the mediated
effect of organizational trust in the effect of political behavior perception on prosocial
motivation has been explored based on Ruehlman and Karoly's (1991) assumption that social
relationships often cause positive and negative outcomes. Konovsky and Pugh (1994) claimed
that mutual trust is the basis of social relations between employees and the organization.
Indeed, Zhu and Akhtar (2014) noted that organizational trust has a significant impact on
employees' prosocial motivations. Furthermore, Schneider (2016) suggested that the negative
impact of employees' perceptions of political behavior on their motivations can be reduced

through organizational trust.

This study was conducted to examine the mediating effect of organizational trust on
the relationship between PBP and prosocial motivation. It is believed that the study carried
out for this purpose will contribute to the literature in three ways. Firstly, since research on

the precursors and consequences of organizational trust is still under development, studying
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this issue can help us explore and deeply understand the formation and effective mechanisms
of organizational trust. Secondly, it has identified whether the negative effect of the
perception of political behavior on employees with high prosocial motivation, which is of
great importance to organizations, could be destroyed by the trust-based culture that will be
created by organizations. Zierenberg (2017) found that cultural values (e.g. trust) affect the
employees' perceptions of organizational politics. Hence, it will contribute to better
understanding of studies examining the relationship between trust and prosocial motivation
(Grant and Sumanth, 2009; Zhu and Akhtar, 2014; Korsgaard et al., 2010; Cho and Perry,
2011) and studies implicitly investigating the relationship between PBP and prosocial
motivation (Chang et al., 2012; Dévila and Finkelstein, 2013; Atta and Khan, 2016). Thirdly,
this study will make a significant contribution to the literature in that it reveals that prosocial
motivation is based on the norms of reciprocity within the context of social change theory,
and will contribute to studies that argue that there must be several precursors in the
emergence of prosocial motivation in employees (Batson, 1987; De Dreu, 2006; Yesiltas et
al., 2013; Kogak, 2019). At first, the study discusses the concepts of perception of political
behavior, organizational trust, prosocial motivation and hypotheses regarding the
relationships between them. Subsequently, the data collected by the survey method from the
employees of a business operating in the service sector are analyzed and the results are

discussed.
2. THEORETICAL FRAMEWORK
2.1. The Political Behavior Perception

The term “political’ is one of the most appropriate terms used to describe organizations
and the behavior of individuals in the organization (Parker et al., 1995). Actually, according
to Robbins (1983), all behaviors in organizations are political. The importance of
organizational policy lies in its potential consequences and its impact on business outcomes
(e.g. job satisfaction, intention to quit, performance).Theoretical researches demonstrate that
organizational politics often quarrels with formal organizational processes (e.g., decision-
making) and harms performance of employees and organization (Vigoda, 2000). Two
perspectives prevail in explaining organizational policy. In the first perspective, political
behavior is a type of use-of-force behavior that contributes to the functionality in the
organization and facilitates decision-making process (Ferris et al., 1989; Ozdemir, 2019). In
the second perspective, political behavior is behavior that is not approved by the organization

and that threatens the interests of other employees to realize one's interests (Vigoda and
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Cohen, 2002). Political behavior can be beneficial or harmful to the organization. Whether
political behaviors are beneficial or harmful to the organization depends on how these
behaviors are perceived rather than their reality (Parker et al., 1995). According to these two
perspectives, there are two aspects of political behavior: exhibited (the first point of view) and
perceived (the second point of view). In this study, political behavior is discussed in terms of
the employee's perception of the political behavior exhibited by other employees. The
perception of political behavior refers to an employee's subjective perception of political
behavior that they exhibit against managers or other colleagues with power for the individual
interests of their colleagues (Harrel-Cook et al., 1999). Studies have found out that in case
employees' perceptions of political behavior increase, their job satisfaction, organizational
citizenship behaviors (OCB), performances, organizational commitment and participation
decrease, and on the other hand, intention to quit and job stress increase (Kacmar et al., 1999;
Ferris et al., 1999; Ferris et al., 1999; Vigoda, 2000; Agarwal, 2016; Agarwal, 2016).

The intensity of political behavior in an organization is the result of scarce resources in
that organization and the fact that goals, roles and methods of performance evaluation have
not been identified (Poon, 2003; Gotsis and Cortex, 2010). Employees exhibit several
political behaviors towards the person or people holding the resources to obtain more from
scarce sources (e.g., flattery). According to Ferris et al. (1989), policy perceptions vary
according to organization (e.g. degree of centralization and formalization, level of hierarchy),
business environment (e.g. promotion opportunities, feedback, autonomy) and individual
characteristics (e.g. gender, age). This situation is an indication of the likely emergence of
political behavior in all organizations.

2.2. The Relationship between PBP and Organizational Trust

Mayer et al. (1995) describes trust as being consciously vulnerable to the actions of
the other party (e.g. the organization in which the employee works) which holds control on
important matters in which one party (e.g. the employee) has no control or influence over it.
Organizational trust could be defined as the employee's belief that the promises pledged to
him will be fulfilled and their positive expectations regarding the attitudes and behaviors of
other individuals (Iscan and Sayin, 2010). From another perspective, organizational trust
expresses the belief that employees are willing to take risks without fear of the negative
situations (Gibb, 1965) they will face in revealing their thoughts, ideas and efforts (Mayer et
al.,, 1995). Many theories (such as psychological contract, social change, incentive—

contribution) used in organizations to explain relations between parties emphasize the concept
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of trust (March and Simon, 1958; Blau, 1964). Organizational trust is felt especially in the
fulfilment of promises that are not mutually committed by written contracts between the
parties. Studies have shown that employees with a strong sense of trust in their organizations
tend to have a strong sense of job satisfaction (Fard and Karimi, 2015), and their creativity
(Jiang and Chen, 2017), performance (Celik et al. 2011) and organizational commitment
(Mete and Serin, 2014) are at a high level, while their burnout (Celik et al., 2011),
organizational silences (Fard and Karimi, 2015), and cynicism (Durmaz et al., 2012) are at a
low level. Studies investigating the relationship between PBP and trust have shown that if an
individual's perception of political behavior toward their colleagues and managers in the
organization decreases, their trust in them will increase (Parker et al., 1995; Robbins and
Judge, 2013; Chen and Indartono, 2011). The relationship between perception of political
behavior and organizational trust can be addressed from the perspective of social change
theory (Blau, 1964). Social change theory argues that the relationship between employee and
organization is shaped by mutual expectations (Emerson, 1976). According to the theory, the
employee puts the extra effort that the organization expects from him (e.g., organizational
citizenship behavior) as long as he receives the reward (e.g., promotion) that he expects from
the organization (Emerson, 1976). The employee, who has a high perception of political
behavior from a social change perspective, will be encouraged to think that the reward in the
organization depends on relationships, power and other non-objective factors within the
organization (Chang et al., 2009) and thus the employee's confidence in the organization will

be reduced.
In line with the above explanations, the following hypothesis has been formed:

Hi: There is a negative relationship between perception of political behavior and

organizational trust.
2.3. The Relationship between PBP and Prosocial Motivation

The concept of motivation used in explaining individual and organizational behaviors
is a fundamental issue in psychology and organizational studies (Grant, 2008). The concept of
prosocial motivation was expressed as altruism by Batson (1987) and described as an
individual's effort to benefit other people. Prosocial motivation is a theoretically and
practically important phenomenon as it has a significant impact on the behavior and
performance of employees (De Dreu, 2006). Employees with a high level of prosocial

motivation are also more likely to adopt the perspectives of other individuals (e.g. colleagues,
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managers, customers) (Grant and Berry, 2011). Since employees with a high level of
prosocial motivation are more conscious and anxious about the needs and goals of others
(Batson, 1987), they ask questions about how to help them, listen to them carefully, and
observe their behavior (De Dreu, 2006). The PBP in organizations reflects the employee's
negative perceptions about other employees (such as colleagues, managers) (Kerse and
Karabey, 2019). In other words, the PBP refers to the perception of the individual that his
colleagues or managers have committed many injustices for the sake of their personal
interests (Ferris and Kacmar, 1992). Kocak (2019) found that abusive management practices
negatively affect the prosocial motivation levels of employees. It is possible that employees
whose level of motivation has increased can be freed from the negative effects of political
behavior (Schneider, 2016). Studies investigating the relationship between PBP and stress
have revealed that these two variables are positively related to each other (Cropanzano et al.,
1997; Rashid et al., 2013). Studies investigating the relationship between stress and
motivation have found that employees' motivations decrease when their stress levels increase
(Goodman et al., 2011; Wani, 2013; Li et al., 2014).

This study predicted that employees with a high perception of political behavior would
not be motivated to exhibit behaviors for the benefit of others (Schneider, 2016). As
previously stated, the perception of political behavior is a situation that causes the employee
to feel negative feelings towards the organization (Vigoda and Cohen, 2002). The negative
experiences the employee has cause the social change relationship with the organization to be
negative (Ruehlman and Karoly, 1991; Liu et al.,, 2010). Research shows that negative
emotions, which employees have, have negative effects on their motivation and behavior
(Brown et al., 2005; Kiefer, 2005). The underlying logic of this inverse relationship is that the
individual's negative emotional experiences give signals to the individual that something is
not going well, cognitively motivating the individual to cope with the negative situation (Cole
et al., 2008). As long as this cognitive effort to reduce the effects of negative emotions
continues, the employee's likelihood of being motivated to exhibit behavior for the benefit of

others decreases.
In line with the above explanations, the following hypothesis has been formed:

H.: There is a negative relationship between the PBP and prosocial motivation.
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2.4. The Relationship between Organizational Trust and Prosocial Motivation

Organizational trust is a climate of trust formed within the organization and positive
expectations of members of the organization about the intentions and behavior of individuals
based on organizational roles, relationships, experiences (Mayer et al., 1995). The study
predicted that organizational trust would positively affect prosocial motivation.
Organizational trust represents a kind of social change relationship in which employees feel
an obligation to exhibit prosocial behavior toward managers and the organization (Zhu and
Akhtar, 2014). According to the theory of social change, mutual trust lies at the basis of
relations between parties in organizations (Blau, 1964). According to the theory, the
employee exhibits extra-role behaviors beyond formal definitions of duty in response to his
organization giving him trust (Organ, 1988). In contrast, it is unlikely that employees who
feel low levels of trust in the organization will even exhibit behavior that will benefit
themselves (Korsgaard et al., 2010). When employees feel confidence in the organization,
they may begin to see their relationship with the organization as one of social changes. As
long as these feelings of trust continue, employees will be more likely to exhibit behaviors
that benefit others (George, 1991). Indeed, studies investigating the relationship between
organizational trust and prosocial motivation (Cho and Perry, 2011; Grant and Sumanth,
2009) have reached supporting conclusions for the above explanations. In other words,
employees who feel a high level of trust in their organizations will have high prosocial
motivation.

In line with these explanations, the following hypothesis has been formed:
Hs: There is a positive relationship between organizational trust and prosocial motivation.
2.5. Mediating Effect of Organizational Trust

It was stated above that the perception of political behavior was negatively associated
with organizational trust (hypothesis 1) and that organizational trust was positively associated
with prosocial behavior (hypothesis 2). When these hypotheses are taken together, it can be
said that perception of political behavior will indirectly reduce prosocial motivation by
reducing organizational trust. This prediction is in line with the Affective Events Theory
(AET) laid out by Weiss and Cropanzano (1996). In other words, the emotional reactions
generated by the negative experiences (such as the perception of political behavior) of the
employee within the organization will prevent the employee from being motivated. Organ

(1988) argued that the prosocial behavior of employees within the organization can be easily
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explained by the theory of social change. Employees will feel socially indebted and exhibit
prosocial behaviors in the face of reassuring practices or behaviors of the organization or
managers (Zhu and Akhtar, 2014). Organizational trust has been used as an mediating
variable in many studies in which elements that influence the behavior of employees beyond
formal task definitions (such as OCB, prosocial behavior) are investigated (e.g., MacKenzie et
al., 2001; Singh and Srivastava, 2016; Yanik, 2018; Kashyap and Rangnekar, 2016; Kerse,
2019; Manimegalai and Baral, 2018; Podsakoff et al., 1990). When all these findings among
the perception of political behavior-organizational trust-and prosocial motivation are
evaluated holistically; the perception of political behavior in the organization is likely to
reduce the level of prosocial motivation both directly and indirectly (through organizational
trust). That is, the employee's perception that other employees are exhibiting some political
behavior in the organization will decrease the trust he feels towards the organization; the
decrease of this feeling will cause the employee's level of prosocial motivation to decrease.
Accordingly, the perception of political behavior will influence prosocial motivation through

organizational trust. Hence, it is possible to construct the following hypothesis:

Hs: Organizational trust has a mediating effect in the relationship between the PBP and

prosocial motivation.

In line with the hypotheses mentioned above, the research model was created as

/ Organizational Trust \

Political Behavior Prosocial Motivation
Perception

follows.

Figure 1. Research Model
3. METHODOLOGY
3.1. Sampling

The population of this study consists of 407 employees of a public institution
operating in the service sector in Turkey. The sample size that can be selected by predicting
95% reliability and 5% error margin (also called confidence interval) from this population
has been determined as 196 (http://www.surveysystem.com/sscalc.htm). Researchers
(Houston, 2006; Lewis and Frank, 2002) found that public employees were more willing to
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help other employees than private sector employees. Therefore, the research sample was
selected from employees in a public institution. In the study, convenience sampling technique,
one of the non-probabilistic sampling techniques, was used in sample selection. Participants'
participation in the research was provided voluntarily. The data was collected in person with
the help of the personnel affairs of the relevant institution. In total, 407 surveys were
distributed and 260 (64 percent) were collected. This rate of return is considered sufficient for
self-report surveys (Babbie, 2001). 35 of the collected surveys were not included in the
evaluation due to incomplete or incorrect filling-in, and the remaining 225 surveys were
subjected to analysis. No information was requested from the participants (e.g. name-
surname) that might reveal their identities and a statement was made regarding the

confidentiality of the data obtained.

According to the demographic characteristics of the participants, 71.1% (160) were
male and 28.9% (65) were female; 66.1% (148) were married, 34.3% (77) were single; 15.6%
were under 25, 41.3% (93) were in the 26-35 age range, 21.8% (49) were in the 36-45 age
range and 21.3% (48) were over 45 years; and finally, 49.3% (111) had high school, 24% had

associate degree and 26.6% (60) had a bachelor's degree.
3.2. Measures

PBP (independent variable), organizational trust (mediating variable) and prosocial
motivation (dependent variable) scales were utilized in the research. The items in the scales

were graded according to 5-point Likert (1-strongly disagree and 5-strongly agree).

PBP scale (a=.933): A one-dimensional and 6-item scale developed by Hochwarter
and Treadway (2003) and adapted in Turkish by Akdogan and Demirtag (2014) was used to
measure participants’ political behavior perceptions. A sample item is “People in this

organization attempt to build themselves up by tearing others down”.

Organizational trust scale (a=.944). To measure organizational trust, 4 items
developed by Nyhan and Marlowe (1997) and 3 items used by Tokg6z and Aytemiz Seymen
(2013) were used. One of the sample from this scale is “The level of trust among the

managers and workers in this organization is quite high”.

Prosocial motivation scale (0=.940): The one-dimensional and 6-item scale (e.g. “I
get energized by working on tasks that have the potential to benefit others”) developed by
Grant and Sumanth (2009) was used to measure participants' prosocial motivation levels. The

Turkish adaptation of the scale was done by Kesen and Akyiiz (2016).
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Control variables: In the study, gender, marital status, age, and educational
background are included in the analysis as control variables. Research has shown that these
variables are associated with prosocial motivation (Taylor, 2006; Carmeli and Spreitzer,
2009; Van Dyne and LePine, 1998).

3.3. Testing Hypotheses

In the study, a model was established to determine the mediated effect of
organizational trust in the effect of political behavior perception on prosocial motivation.
Baron and Kenny's (1986) approach to causality was used in testing the significance of the
intermediary effect. According to this approach, a variable that can be expressed as an
intermediary variable is the one if it provides four conditions one after the other. These
conditions; (a) political behavior perception must predict organizational trust significantly,
(b) the perception of political behavior must significantly predict prosocial motivation, and (c)
the relationship should be non-significant (full mediatory) or reduced in severity (partial
mediatory) when the organizational trust tool is included in the relationship between political

behavior perception and prosocial motivation as a variable.
4. RESULTS
4.1. Test of Normality

To test whether the data shows normal distribution, the z values obtained by dividing
the skewness and kurtosis values for each variable into their standard error values must be
examined. In measurements where the sample size is between 50 and 300, Kim (2013) reports
that if the Z value is between -3.29 and +3.29, the data are normally distributed whereas
otherwise they are not normally distributed.

Table 1. Normality Test Results

Variables _Sk_ewness _ Kurtosis
Statistic Z Statistic Z
Political Behavior Perception .357 2.20 -.854 -2.64
Organizational Trust -.361 -2,22 =777 -2.41
Prosocial Motivation -.353 -2.17 .659 2.01

Table 1 gives results of reliability analyses applied to scales. When the values in the
table are examined by considering the sample size of the study (225), it can be said that the

data are normally distributed. Parametric tests were therefore used in the analyses.
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4.2. Confirmatory Factor Analysis

To test the construct validity of the scales used in the study, confirmatory factor
analysis (CFA) was adopted for each scale. To determine whether the research data is
compatible with the models, compliance goodness values of the substances (y2/df, RMSEA,
CFl, GFI, NNFI, SRMR) related to each scale need to be examined (Jackson et al., 2009).
Goodness values for scales such as political behavior perception (PBP), organizational trust

(OT), and prosocial motivation (PM) are given in Table 2.

Table 2. Goodness of Fit VValues for Scales

y2/df RMSEA CFlI GFI NNFI SRMR
PBP 1.25 0.03 0.99 0.98 0.99 0.02
oT 391 0.06 0.98 0.95 0.97 0.05
PM 2.25 0.04 0.98 0.96 0.98 0.03

PBP: Political Behavior Perception; OT: Organizational Trust; PM: Prosocial Motivation.

When the values in the table (Table 2) are examined, it can be said that the values of
the goodness of fit for each scale are sufficient (Schreiber et al., 2006) so the construct

validity of the research scales is appropriate.
4.3. Reliability Analyses

Before testing of research hypothesis, reliability analysis was applied to each scale
separately. In this study, the reliability of the scales was calculated by using Cronbach Alpha
reliability criterion, which is the most commonly used internal consistency method in
behavioral sciences and the most popular method used to test internal consistency (Osborne
and Costello, 2005). When Cronbach Alpha values which give information about the internal
consistency of the research scales are examined, it can be said that the reliability of the scales

is sufficient (PBP 0=0.93; organizational trust 0=0.94 and prosocial motivation 0=0.94).
4.4. Testing Hypotheses

Analysis was conducted to determine the means, standard deviations, scale reliabilities
and correlations of the research variables before proceeding to the testing of the research
hypotheses, and the results were summarized in Table 3.
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Table 3. Means, Standard Deviations, Scale Reliabilities and Interscale Correlations

X SS 1 2 3 4 5 6
Gender 1.29 454 1
Marital St. 1.29 453 .140" 1
Age 2.49 .996 -.205™ -.388™ 1
Education 1.78 .869 .150" .032 -.054 1
PBP 274 1213 219" .056 -.180™ .092 1
oT 3.60 1.144 -.198™ =247 .303™ .002 -.399™ 1
PM 3.82 1.107 -111 -.048 148" -.139" -.286™ .634™

™p <.01; "p <.05. PBP= Political behavior perceptions, OT=organizational trust, PM=prosocial motivation.

When the values in the table (Table 3) are investigated, it could be seen that there is a
negative relationship between PBP and organizational trust (r= -.399). Likewise, when the
results of the relationship between the PBP and prosocial motivation are examined (r=-.286),
it is understood that there is a negative and significant relationship between them. Lastly,
when the results of the relationship between organizational trust and prosocial motivation are
examined, it could be observed that these two variables are positively and significantly related
to each other (r=.634). The results also suggest that gender, marital status, age and educational

variables may be included in subsequent analysis (Becker, 2005).

Hierarchical linear model has been used to test research hypotheses (Snijders and Roel
Bosker, 2012). As a result of the analysis, the mediating effect of organizational trust was
identified in the relationship between control variables (gender, age, marital status and
educational level), political behavior perception, organizational trust and prosocial
motivation, and the relationship between PBP and prosocial motivation. The results for the

hierarchical linear model are given in Table 4.

Table 4. Hierarchical Linear Model Results

oT PM
Predictor variable Model 1 Model 2 Model 3 Model 4
Gender -.07 (.23) -.03 (.66) 01 (.77) .02 (.72)
Marital status -.15* (.01) .00 (.91) .11 (.06) .11 (.05)
Age .16* (.01) .09 (.17) -.00 (.88) -.01 (.85)
Educational Back. .06 (.30) -.04 (.50) -.08 (.10) -.08 (.11)
PBP -.34** (.00) -.25** (.00) -.03 (.59)
oT .66** (.00) .667** (.00)
R2 24 .09 42 42
F 13.70 4.54 31.63 26.32

*p<.05; **p<.01. Beta values and significance values (in parenthesis) were given, OT=organizational trust, PM=prosocial
motivation.

When the results in the table (Table 4) were examined, it was observed that there was

a negative and significant relationship between employees' political behavior perceptions and
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the trust they felt towards the organization (f= -.34; p<.01; Model 1). This result means that
Hypothesis 1 is accepted. Results for the relationship between the PBP and prosocial
motivation in the study reveal that these two variables are negatively and significantly related

= -.25; p<.01; Model 2). Based on this conclusion, it can be said that Hypothesis 2 is
supported. The relationship between organizational trust and prosocial motivation was found
to be positively and significantly related to each other (5= .66; p<.01; Model 3). This result
means that Hypothesis 3 is accepted. Finally, it was found that when the effects of PBP and
organizational trust on prosocial motivation were evaluated together (Model 4), the effect of
PBP on prosocial motivation was not significant (= -.03; p<.05), while the effect of
organizational trust on prosocial motivation was significant (5= .66; p<.01). This confirms

that Hypothesis 4 is accepted.

The Sobel test was utilized to test the significance of the mediating effect. In other
words, the Sobel test ensures an approximate significance test for the indirect effect of the
independent variable on the dependent variable through the mediator (Sobel, 1982;
MacKinnon and Dwyer, 1993). As a result of the examination, it was concluded that the
mediating effect of organizational trust was significant in the effect of PBP on prosocial
motivation (Z=-5.11; p<.05).

5. DISCUSSION

The findings of this study will contribute to literature of political behavior perception,
organizational trust and prosocial motivation. The results of this research support that
organizational trust has a mediating effect in the relationship between the PBP and prosocial
motivation. Besides, research has shown that the PBP has a negative effect on organizational
trust and prosocial motivation, and that organizational trust has a positive effect on prosocial
motivation. These findings supported to earlier studies, which supported the results of the
negative relationship between PBP and prosocial motivation (Lazauskaite-Zabielske et al.,
2015; Borman and Motowidlo, 1997; Atta and Khan, 2016) and positive relationship between
organizational trust and prosocial motivation (Grant and Sumanth, 2009; Korsgaard et al.,
2010). The theoretical and practical implications of these findings are discussed below and

suggestions made for decision-makers in organizations and future studies.
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5.1. Theoretical and Practical Implications

‘Haci Bektashi Veli, who plays an important role in Turkish culture, said, ‘if you are
hurt a thousand times, don't hurt one another’. This idea reflects an important thought
emphasizing that societies should not harm each other in their life together. This study
highlights the importance of organizational trust in individuals' exhibiting behaviors that
would benefit their colleagues who exhibit behaviors that hurt them. The research results will
contribute to the literature based on social change theory in explaining the mediating effect of
organizational trust in the effect of PBP on prosocial motivation (Colquitt et al., 2012).
Employees with a PBP within the organization will be motivated prosocially by the trust the
organization has given them (Kramer, 1999; Cho and Perry, 2011; Zhu and Akhtar, 2014).
Previous research on prosocial motivation has mostly focused on the results of prosocial
motivation, with very few researchers conducting research on its precursors (Batson, 1987;
De Dreu, 2006; Yesiltas et al., 2013; Kogak, 2019). The findings will contribute to the
literature in order to better understand the factors that cause prosocial motivation. It can also
be said that the research findings support Mayer's (1995) suggestion that the model of
organizational trust is extremely important for trust in organizations. Finally, it can be said
that the results of the research will contribute to a better understanding of the studies done on
the factors that influence prosocial motivation.

The results of this study reflect the thoughts of the employees in a public institution
that provides services. In order to be able to feel the impact of the attitudes and behaviors of
the employees on the quality of the service, it is necessary to know very well the factors that
affect their behaviors beyond the role (Bolino, 1999). As a result of the investigations, it was
determined that the prosocial motivation of the employees were negatively affected by the
political behaviors they perceived. Today, the prosocial behavior of employees has become an
extremely defining element in the success of businesses (Penner et al., 2004). Business
managers are required to reduce their PBP within the organization, which negatively affects
the prosocial motivation of employees, and to pay attention to factors that affect employees'
trust in the organization. It is of utmost importance to be equitable in providing the
organizational trust positively associated with the prosocial motivations of employees and to
fulfil the promises pledged (Bidarian and Jafari, 2012; Tlaiss and Elamin, 2015). As
employees with high prosocial motivation are prone to support reciprocity norms, managers
need to develop personal relationships with these employees to encourage them to show

prosocial behaviors (Zhu and Akhtar, 2014). Political behavior is caused by the scarcity of
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resources in an organization, the ambiguity of the organization's goals, the job descriptions of
employees, and the awarding system (Kerse and Karabey 2019; Poon, 2003; Gotsis and
Kortezi, 2010). That is why managers need to provide employees with adequate resources and

meet the needs to clear the uncertainties.
5.2. Limitations and Recommendations for Future Studies

In addition to the contributions previously mentioned, the study has some limitations.
First of all, the causality of the results cannot be questioned because the research is a cross-
sectional study (Lindell and Whitney, 2001). Therefore, future research should use cross-
longitudinal designs that combine results over multiple time intervals. Secondly, the common
method bias might have occurred since the research data was collected in a single time with
different structures, scales, and methods (such as Likert) (Podsakoff et al., 2003). The
common method bias indicates the likelihood that the correlation between variables will be
affected by the measurement technique (O'Brien, 2007). The third limitation of the study is
that the result of the findings is limited only to prosocial motivation. Future studies can
achieve more general results by incorporating behaviors based on different volunteerism (e.g.,
OCB) into the model. The fourth limitation is that the research data was obtained only from
employees of a company in Turkey. Future studies may have different results from employees
in different countries. The last limitation is related to variables. In this study, the effect of
PBP and organizational trust on prosocial motivation was measured. Grant (2008) pointed out
that employees’ prosocial motivations are affected by both organizational and personal
factors. Therefore, future studies may use different variables which affect prosocial

motivation.
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